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Abstract: The study examines the level of acceptance of organizational change among workers and identifies 
factors that may impede the effective implementation of change among the manufacturing companies in Nigeria 
engaging the unilever Nigeria Plc as a case study. Utilizing data collected from a randomly selected sample of 
720 senior/management staff and junior/non-managerial staff, regression analysis was performed to identify the 
determinants of acceptance of change among employees at the Unilever Nigeria Pic, Lagos, Nigeria. The results 
show some levels of employee acceptance of innovations and reveal that of the two categories of employees 
analyzed, non-managerial staff were more amenable to change. This study suggests that a more participative 
approach to the management of change process must be put in place to guarantee the acceptance of change 
in the manufacturing organizations in Nigeria. 
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INTRODUCTION 
Today's business environment produces change m 
the workplace more suddenly and frequently than 
ever before. Mergers, acquisitions, new technology, 
restructuring downsizing and economic meltdown are all 
factors that contribute to a growing climate GHK; of 
uncertainty. 
The ability to adapt to changing work conditions is 
key for individual and organizational survival. Change will 
be ever present and learning to manage and lead change 
includes not only understanding human factors, but also 
skill to manage and lead change effectively (Pettigrew and 
Whipp, 1991). 
Change is the inevitable. It is the only element of 
human phenomenal that is constant. Organizational 
change occurs when a company makes a transition from 
its current state to some desired future state. Managing 
organizational change is the process of planning and 
implementing change in organizations in such a way as to 
mimmize employee resistance and cost to the 
organization, while also maximizing the effectiveness of 
the change effort. Change is both inevitable and desirable 
for any progressive organization (Fajana, 2002). 
Today's business environment requires companies to 
undergo changes almost constantly if they are to remain 
competitive. Factors such as globalization of markets and 
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rapidly evolving technology force businesses to respond 
in order to survive. Such changes may be relatively minor 
as in the case of installing a new software programme or 
quite major as in the case of refocusing an overall 
marketing strategy. 
Organizations must change because their 
environments change, according to Thomas S. Bateman 
and Carl P. Zeithaml in their book management: function 
and strategy. Today businesses are bombarded by 
incredibly high rates of change from a frustrating large 
number of sources. Inside pressures come from top 
managers and lower-level employees who push for 
change. Outside pressures come from changes in the 
legal, competitive, technological and economic 
environments (http://www.answers.com/topic/managing-
organisational-change). 
The study focuses on the management of change in 
manufacturing organizations utilizing the unilever Plc as 
a case study. Its objective is to examine the level of 
acceptance of organizational change among employees at 
the Unilever Nigeria Pic and explore for factors that may 
undermine the effective implementation of the change 
process in manufacturing companies with a view to 
drawing lessons that can be applied to other economic 
and cognate institutions in Nigeria. 
By acceptance of organizational change, we mean the 
employees readiness and willingness, support and 
-
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c o m m i t m e n t  t o  t h e  o r g a n i z a t i o n a l  i d e a l s  d u r i n g  t h e  
p e r i o d s  o f  s i g n i f i c a n t  i n t e r n a l  a n d  e x t e r n a l  s h i f t s  i n  
t h e  o r g a n i z a t i o n ' s  s t r u c t u r e .  M a n a g e r s  m u s t  n o t  r u s h  i n  
i n t r o d u c i n g  a  c h a n g e .  T h e  p r o c e s s  m u s t  b e  s l o w ,  s t e a d y  
a n d  t h o r o u g h  ( F a j a n a ,  2 0 0 2 ) .  
A c c e p t a n c e  o f  c h a n g e  s i g n i f i e s  t h e  w i l l i n g n e s s  o f  t h e  
a f f e c t e d  p a r t i e s  t o  e m b r a c e  a n d  f u n c t i o n  i n  a  n e w l y  
e s t a b l i s h e d  o r d e r  a n d  t h e i r  c o m m i t m e n t  t o  e f f e c t  a n d  
i m p l e m e n t  t h e  c h a n g e s .  A s  u n d e r l i n e d  b y  s c h o l a r s  s u c h  
a s  P e t t i g r e w  a n d  W h i p p  ( 1 9 9 1  ) ,  F a j a n a  ( 2 0 0 2 )  a n d  
A r m s t r o n g  ( 2 0 0 4 ) ,  f o r  p l a n n e d  c h a n g e  t o  b e a r  i t s  d e s i r e d  
o u t c o m e s ,  i t  m u s t  b e  i n t r o d u c e d ,  i m p l e m e n t e d  a n d  
m a n a g e d  i n  s u c h  a  w a y  t h a t  a t t r a c t s  a n d  g a i n s  t h e  
c o m m i t m e n t  f r o m  t h e  a f f e c t e d  p a r t i e s  t o  d r i v e  t h e  
c h a n g e s  t o  a c h i e v e  t h e  d e s i r e d  g o a l s  a n d  t h e  e x i s t e n c e  o f  
a  c o m m o n  v i s i o n  t h a t  c h a n g e  f o r  t h e  o r g a n i z a t i o n  i s  
n e c e s s a r y  a n d  i n e v i t a b l e .  
W i t h  p a r t i c u l a r  r e f e r e n c e  t o  t h i s  s t u d y ,  w e  a r g u e  t h a t  
t o  s u c c e s s f u l l y  p r o m o t e  i n n o v a t i o n s  i n  m a n u f a c t u r i n g  
i n d u s t r y  s u c h  a s  u n i l e v e r  N i g e r i a  P i c ,  i t  i s  n o t  e n o u g h  f o r  
m a n a g e m e n t  t o  h a v e  t h e  s k i l l s  a n d  e x p e r t i s e  r e q u i r e d  f o r  
t h e  i n t r o d u c t i o n  a n d  m a n a g e m e n t  o f  c h a n g e ,  t h e y  m u s t  
a l s o  d e v e l o p  a n  u n d e r s t a n d i n g  a n d  a p p r e c i a t i o n  o f  t h e  
m a j o r  f a c t o r s  t h a t  m a y  p r o m o t e  o r  i m p e d e  e m p l o y e e  
s u p p o r t  f o r  c h a n g e .  T h i s  i s  i m p o r t a n t  b e c a u s e  
e m p l o y e e s  a r e  m a j o r  s t a k e h o l d e r s  a s  w e l l  a s  t h e  
i m p l e m e n t e r s  o f  c h a n g e  i n  t h e  o r g a n i z a t i o n .  F o r  t h e m  t o  
e m b r a c e  a n d  o v e r s e e  t h e  i m p l e m e n t a t i o n  o f  i n n o v a t i o n s ,  
t h e s e  m u s t  b e  a c c e p t a b l e  t o  t h e m .  W i t h i n  t h e  c o n t e x t  o f  
m a n u f a c t u r i n g ,  t h e  s u c c e s s  o f  i n n o v a t i o n s  i s  d e p e n d e n t  
u p o n  s u p p o r t  f r o m  a n d  o w n e r s h i p  b y  b o t h  m a n a g e m e n t  
s e n i o r  a n d  n o n - m a n a g e r i a l  s t a f f .  F u r t h e r m o r e ,  i n n o v a t i o n s  
i n  m a n u f a c t u r i n g  r e q u i r e  s t r a t e g i c  p l a n s  e m b o d y i n g  t h e  
v i s i o n ,  g o a l s ,  p r i o r i t i e s  a n d  a l t e r n a t i v e  c o u r s e s  o f  a c t i o n .  
F o r  t h e s e  p l a n s  t o  b e  s u c c e s s f u l ,  t h e y  r e . q u i r e  t h e  j o i n t  
e f f o r t  a n d  i n t e r p e r s o n a l  t r u s t  o f  a l l  e m p l o y e e s  f r o m  t h e  t o p  
t o  t h e  b o t t o m  o f  t h e  o r g a n i z a t i o n a l  h i e r a r c h y ,  i n  t h i s  c a s e  
f r o m  t h e  c h a i r m a n / m a n a g i n g  d i r e c t o r  t o  a  m e s s e n g e r  
w i t h i n  t h e  o r g a n i z a t i o n .  
C o n c e p t u a l  f r a m e w o r k :  C o n c e p t u a l l y ,  t h e  c h a n g e  
p r o c e s s  s t a r t s  w i t h  a n  a w a r e n e s s  o f  t h e  n e e d  f o r  c h a n g e .  
A n  a n a l y s i s  o f  t h i s  s i t u a t i o n  a n d  t h e  f a c t o r s  t h a t  h a v e  
c r e a t e d  i t  l e a d s  t o  a  d i a g n o s i s  o f  t h e i r  d i s t i n c t i v e  
c h a r a c t e r i s t i c s  a n d  a n  i n d i c a t i o n  i n  w h i c h  a c t i o n  n e e d s  t o  
b e  t a k e n .  
C h a n g e  s i g n i f i e s  t h e  w i l l i n g n e s s  o f  t h e  a f f e c t e d  
p a r t i e s  t o  e m b r a c e  a n d  f u n c t i o n  i n  a  n e w l y  e s t a b l i s h e d  
o r d e r  a n d  t h e i r  c o m m i t m e n t  t o  e f f e c t  a n d  i m p l e m e n t  t h e  
c h a n g e s  ( A r m s t r o n g ,  2 0 0 4 ) .  
E f f e c t i n g  c h a n g e  c a n  a l s o  b e  p a i n f u l .  W h e n  p l a n n i n g  
c h a n g e ,  t h e r e  i s  a  t e n d e n c y  f o r  p e o p l e  t o  t h i n k  t h a t  i t  w i l l  
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b e  a n  e n t i r e l y  l o g i c a l  a n d  l i n e a r  p r o c e s s  o f  g r o w i n g  f r o m  
p o i n t  A  t o  B ,  i t  i s  n o t  l i k e  t h a t  a t  a l l .  A s  d e s c r i b e d  b y  
P e t t i g r e w  a n d  W h i p p  (  1 9 9 1  ) ,  t h e  i m p l e m e n t a t i o n  o f  
c h a n g e  i s  a n  i n t e r a c t i v e ,  c u m u l t t i v e  a n d  r e f o r m u l a t i o n  
i n - u s e  p r o c e s s .  I n  o r d e r  t o  m a n a g e  c h a n g e ,  i t  i s  f i r s t  
n e c e s s a r y  t o  u n d e r s t a n d  t h e  t y p e s  o f  c h a n g e  a n d  w h y  
p e o p l e  r e s i s t  c h a n g e .  I t  i s  i m p o r t a n t  t o  b e a r  i n  m i n d  t h a t  
w h i l e  t h o s e  w a n t i n g  c h a n g e  n e e d  t o  b e  c o n s t a n t  a b o u t  
e n d s ,  t h e y  h a v e  t o  b e  f l e x i b l e  a b o u t  m e a n s .  
T h e o r e t i c a l  f r a m e w o r k :  M u c h  h a s  b e e n  w r i t t e n  o n  t h e  
s u b j e c t  o f  c h a n g e  a n d  v a r i o u s  m o d e l s  o f  c h a n g e  
p r o p o s e d .  T h r e e  m a i n ,  c o n s t r a c t i n g  m o d e l s  a r e  f r o m  
L e w i n  a n d  B e e r  a n d  S h a w  ( f i l e : / / c : \ d o c u m e n t s a n d s e t t i n g \  
a d m i n i s t r a t o r \ d e s k t o p \ p r o j e c t m a t e r i a l s \ c i p d - c h a n g ) .  
L e w i n ' s  m o d e l :  C o n s i d e r s  t h a t  c h a n g e  i n v o l v e s  a  m o v e  
f r o m  o n e  s t a t i c  s t a t e  v i a  a  s t a t e  o f  a c t i v i t y  t o  a n o t h e r  
s t a t i c  s t a t u s  q u o .  L e w i n  s p e c i f i c a l l y  c o n s i d e r s  a  t h r e e  
s t a g e  p r o c e s s  o f  m a n a g i n g  c h a n g e :  u n f r e e z i n g ,  c h a n g i n g  
a n d  r e - f r e e z i n g .  T h e  f i r s t  s t a g e  i n v o l v e s  c r e a t i n g  a  l e v e l  o f  
d i s s a t i s f a c t i o n  w i t h  t h e  s t a t u s  q u o ,  w h i c h  c r e a t e s  
c o n d i t i o n s  f o r  c h a n g e  t o  b e  i m p l e m e n t e d .  T h e  s e c o n d  
s t a g e  r e q u i r e s  o r g a n i z i n g  a n d  m o b i l i z i n g  t h e  r e s o u r c e s  
r e q u i r e d  t o  b r i n g  a b o u t  t h e  c h a n g e .  T h e  t h i r d  s t a g e  
i n v o l v e s  e m b e d d i n g  t h e  n e w  w a y s  o f  w o r k i n g  i n t o  
o r g a n i z a t i o n .  
B e e r  a n d  c o l l e a g u e s :  A d v o c a t e  a  m o d e l  t h a t  r e c o g n i z e s  
t h a t  c h a n g e  i s  m o r e  c o m p l e x  a n d  t h e r e f o r e ,  r e q u i r e s  a  
m o r e  c o m p l e x ,  a l b e i t  s t i l l  u n i f o r m  s e t  o f  r e s p o n s e s  t o  
e n s u r e  i t s  e f f e c t i v e n e s s .  T h e y  p r e s c r i b e  a  s i x - s t e p  p r o c e s s  
t o  a c h i e v e  e f f e c t i v e  c h a n g e .  T h e y  c o n c e n t r a t e  o n  t a s k  
a l i g n m e n t ,  w h e r e b y  e m p l o y e e s  r o l e s ,  r e s p o n s i b i l i t i e s  a n d  
r e l a t i o n s h i p s  a r e  s e e n  a s  k e y  t o  b r i n g  a b o u t  s i t u a t i o n s  
t h a t  e n f o r c e  c h a n g e d  w a y s  o f  t h i n k i n g ,  a t t i t u d e s  a n d  
b e h a v i n g .  T h e  s t a g e s  a r e  A r m s t r o n g  ( 2 0 0 4 ) :  
M o b i l i z e  c o m m i t m e n t  t o  c h a n g e  t h r o u g h  j o i n t  
d i a g n o s i s  
D e v e l o p  a  s h a r e d  v i s i o n  o f  h o w  t o  o r g a n i z e  
F o s t e r  c o n s e n s u s ,  c o m p e t e n c e  a n d  c o m m i t m e n t  t o  
s h a r e d  v i s i o n  
S p r e a d  t h e  w o r d  a b o u t  t h e  c h a n g e  
I n s t i t u t i o n a l i z e  t h e  c h a n g e  t h r o u g h  f o r m a l  p o l i c i e s  
M o n i t o r  a n d  a d j u s t  a s  n e e d e d  
S h a w ' s  m o d e l :  l o o k s  a t  c h a n g e  i n  a  d i f f e r e n t  f o r m .  
C h a n g e  i s  s e e n  a s  b o t h  c o m p l e x  a n d  a l s o  e v o l u t i o n a r y .  
T h e  s t a r t i n g  p o i n t  f o r  t h e i r  ( a n d  a  n u m b e r  o f  o t h e r  m o r e  
r e c e n t  m o d e l s )  m o d e l  i s  t h a t  t h e  e n v i r o n m e n t  o f  a n  
o r g a n i z a t i o n s  i s  n o t  i n  e q u i l i b r i u m .  A s  s u c h  t h e  c h a n g e  
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mechanisms within organizations tend to be messy and to 
a certain extent operate in reverse to the way outlined by 
Lewin. It is not appropriate to consider the status quo as 
an appropriate starting point, given that organizations are 
not static entities. Rather the forces for change are already 
inherent in the system and emerge as the system adapts 
to its environment. 
Other eminent scholars in the area of organizational 
change are: Bateman and Zeithaml (1990), who identified 
four major areas of organizational change: strategy, 
technology, structure and people. All the four areas are 
related and companies often must institute changes in the 
other areas, when they attempt to change one area. The 
first area, strategy changes can take place on a large 
scale-large for example, when a company shifts its 
resources to enter a new line of business or on a small 
scale for example, when a company makes productivity 
improvements in order to reduce costs. 
There are three basic stages for a company making a 
strategic change: realizing that the current strategy is no 
longer suitable for the company's situation, establishing 
a vision for the company's future direction and 
implementing the change and setting up new systems to 
support it. 
Technological changes are often introduced as 
components of larger strategic changes, although they 
sometimes take place on their own. An important aspect 
of changing technology is determining who in the 
organization will be threatened by the change. To be 
successful, a technology change must be incorporated 
into the company's overall systems and a management 
structure must be created to support it. Structural changes 
can also occur due to strategic changes as in the case 
where a company decides to acquire another business 
and must integrate it as well as due to operational 
changes or changes in managerial style. For example, a 
company that wished to implement more participative 
decision making might need to change its hierarchical 
structure (http://www. answers.corn/topic/managing-
organisational-change ). 
People changes can become necessary due to other 
changes, or sometimes companies simply seek to change 
workers' attitudes and behaviours in order to increase 
their effectiveness. Attempting a strategic change, 
introducing a new technology and other changes in the 
work environment may affect people's attitudes 
(sometimes in a negative way) (Bateman and Zeithaml, 
1990). But management frequently initiates programs 
with a conscious goal of · directly and positively 
changing the people themselves. In any case, people 
changes can be the most· difficult and important part 
of the overall change process. The science of organization 
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development was created to deal with changing people on 
the job through techniques such as education and 
training, team building and career planning (http://www. 
answers.corn/topic/managing -organisational-change). 
Resistant-e to change: Resi_stance to change based on the 
existing theoretical and empirical study, the negative 
evaluation of and resistance to change may occur on 
account of a number of factors. 
Bateman and Zeithaml (1990) outlined a number of 
common reasons that people tend to resist change. These 
include: inertia, or the tendency of people to become 
comfortable with the status quo, timing, as when change 
efforts are introduced at a time when workers are busy or 
have a bad relationship with management, surprise, 
because people's reflex is to resist when they must deal 
with a sudden, radical change or peer pressure, which may 
cause a group to resist due to anti-management feelings 
even if individual members do not oppose the change. 
Resistance can also grow out of people's perceptions of 
how the change will affect them personally. They may 
resist because they fear that they will lose their jobs or 
their status, because they do not understand the purpose 
of the change, or simply because they have a different 
perspective on the change than management. 
Making a solid case for the change is critical for the 
change to have a lasting effect. The source of information 
about the change must be credible. Stroh's (2001-2002) 
study indicates that the participation of employees in 
organizational and its communication leads to more 
positive relationships with the organization and thus 
greater willingness to change (http://findarticles.com/p/ 
articles/mi_m4422/is_/ai_n 14710104 ?tag=artbody;co 11 ). 
Challenges to the manufacturing industry in Nigeria: By 
way of complementing the theoretical background to this 
study, we present an overview of the major challenges 
facing manufacturing industry in Nigeria of today. 
Existing evidence shows that every economic sector 
across the country appears to be facing similar challenges 
and threats. While in other countries, even in African, 
major infrastructures, e.g., water, electricity and 
transportation system etc., work efficiently and taken for 
granted, Nigerians and indeed manufacturing industry 
face the problem of the basic necessities of life. 
In the last 10 years, power supply through electricity, 
is almost in the state of comatos. This makes alternative 
to power supply inevitable if companies were to remain in 
business. In fact, the primacy of reliable and adequate 
electricity supply in reviving and sustaining tpe 
manufacturing and industrial sector in the country canriot 
be overemphasized. Erratic power supply is the singular 
-
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p r o b l e m  t h a t  h a s  a l m o s t  c r i p p l e d  t h e  s e c t o r .  C l e a r l y ,  i t  i s  
~mpossible t o  g r o w  t h e  e c o n o m y  a n d  g e n e r a t e  
e m p l o y m e n t .  w i t h  a  p r o s t r a t e  m a n u f a c t u r i n g  s e c t o r .  
A c c o r d i n g  t o  t h e  C h a i r m a n  o f  t h e  I n f r a s t r u c t u r e  
C o m m i t t e e  o f  M a n u f a c t u r e r s  A s s o c i a t i o n  o f  N i g e r i a  
( M A N ) ,  R e g i n a l d  O d i a h ,  t h e  c o s t  o f  p r i v a t e l y  g e n e r a t i n g  
p o w e r  c o n s t i t u t e s  b e t w e e n  3 0  a n d  3 5 %  o f  t h e  c o s t  o f  
p r o d u c t i o n  w h i l e  i n  m o s t  p a r t s  o f  t h e  w o r l d ,  i t  s t a n d s  a t  
b e t w e e n  5  a n d  1 0 % .  W h e n  t h e  c o s t  o f  r u n n i n g  g e n e r a t i n g  
s e t s  i s  a d d e d  t o  o t h e r  c o s t  a r i s i n g  f r o m  i n f r a s t r u c t u r a l  
d e f i c i e n c i e s ,  t h e  c o s t  o f  m a n u f a c t u r i n g  i n  N i g e r i a  b e c o m e s  
g l o b a l l y  u n c o m p e t i t i v e .  T h e  c o s t  o f  m a n u f a c t u r i n g  i n  
N i g e r i a ,  t h e r e f o r e  i s  9  t i m e s  t h a t  o f  C h i n a ,  4  t i m e s  t h a t  o f  
E u r o p e ,  4  t i m e s  a b o v e  t h e  f i g u r e  i n  S o u t h  A f r i c a  a n d  
d o u b l e  t h e  f i g u r e  i n  G h a n a  ( T h e  P u n c h  E d i t o r i a l ,  2 0 0 9 ) .  
T h e  p o o r  s t a t e  o f  e l e c t r i c i t y  g e n e r a t i o n  h a s  b e e n  
c o m p o u n d e d  b y  a n o t h e r  m a j o r  c h a l l e n g e  f a c i n g  
m a n u f a c t u r i n g  i n d u s t r y  i n  N i g e r i a ,  n a m e l y  t r a n s p o r t a t i o n  
s y s t e m .  T o d a y ,  m o v e m e n t  o f  p e o p l e  a n d  g o o d s  n o  m a t t e r  
h o w  b u l k y  i s  c a r r i e d  o u t  b y  r o a d .  R o a d  t r a n s p o r t a t i o n  i s  
n o t  o n l y  r i s k y ,  b u t  v e r y  e x p e n s i v e .  T h i s  a n d  m a n y  o t h e r  
r e a s o n s  a c c o u n t  f o r  t h e  n o n - c o m p e t i t i v e n e s s  o f  t h e  
N i g e r i a n  p r o d u c t s  i n  t h e  i n t e r n a t i o n a l  m a r k e t .  
A  t h i r d  c h a l l e n g e  f a c i n g  m a n u f a c t u r i n g  i n d u s t r y  
t o d a y  i s  t h a t  o f  c u r r e n c y  d e v a l u a t i o n .  T h e  N i g e r i a n  
c u r r e n c y ,  N a i r a  i s  e x c h a n g e d  a t  t h e  r a t e  o f N  1 8 0  t o  a  U S  
d o l l a r  a n d  a b o u t  N  2 5 0  t o  o n e  P o u n d  S t e r l i n g .  
A n o t h e r  p r o b l e m  p a r a l y z i n g  t h e  m a n u f a c t u r i n g  
I n d u s t r y  i s  t h a t  o f  d e r e g u l a t i o n  a n d  g l o b a l i z a t i o n ,  w h i c h  
h a s  m a d e  t h e  N i g e r i a n  m a r k e t  a  d u m p i n g  g r o u n d  f o r  o f  a l l  
s o r t s  o f  g o o d s .  
T h e  m o s t  r e c e n t  p r o b l e m  c o n f r o n t i n g  t h e  
m a n u f a c t u r i n g  i n d u s t r y  i s  t h e  c o l l a p s e  o f  t h e  N i g e r i a n  
s t o c k  e x c h a n g e  a n d  t h e  g l o b a l  e c o n o m i c  m e l t d o w n .  T h e  
i n v e s t i n g  p u b l i c  i s  r a p i d l y  l o s i n g  c o n f i d e n c e  i n  t h e  c a p i t a l  
m a r k e t .  O r g a n i z a t i o n s ,  p a r t i c u l a r l y  t h e  q u o t e d  o n e s  
o p e r a t e  o n  s h a r e h o l d e r s  f u n d s .  T h e  u n d e r p i n n i n g  
c h a l l e n g e  i n  t h e  p r e s e n t  s i t u a t i o n  i s  t h a t  o f  h o w  t h e s e  
o r g a n i z a t i o n s  c a n  r e t a i n  a n d  a t t r a c t  t h e  v a r i o u s  i n v e s t o r s  
w h o s e  i n v e s t m e n t s  h a v e  b e e n  g r o s s l y  d e v a l u e d  b y  t h e  
c o l l a p s e  o f  t h e  c a p i t a l  m a r k e t .  O b v i o u s l y  m o s t  o f  t h e  
a f o r e m e n t i o n e d  c h a l l e n g e s  h a v e  c o m p o u n d e d  a n d  
e s c a l a t e d  t o  t h e  h i g h  h e a v e n s  t h e  c o s t  o f  d o i n g  b u s i n e s s  
i n  N i g e r i a  ( T h e  P u n c h  E d i t o r i a l ,  2 0 0 9 ) .  
I n  o r d e r  t o  a d d r e s s  t h e  c r i s i s  f a c i n g  t h e  N i g e r i a n  
e c o n o m y ,  m a n y  o r g a n i z a t i o n s  h a v e  t u r n e d  t o  i n n o v a t i o n s .  
I t  h a s  b e c o m e  . a p p a r e n t  t h a t  f o r  m a n u f a c t u r i n g  a n d  
o r g a n i z a t i o n s  t o  r e m a i n  i n  b u s i n e s s  a n d  t o  w e a t h e r  t h e  
m a n y  c h a l l e n g e s  u n d e r p i n n i n g  t h e i r  e f f o r t s  i n  t h i s  
d i r e c t i o n ,  t h e y  m u s t  l o o k  f o r  c r e a t i v e  s o l u t i o n s ,  t h e y  
m u s t  i n n o v a t e .  
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T h e  u n i l e v e r  N i g e r i a n  P i c ,  w h o s e  m i s s i o n  i s  t o  d e l i v e r  
a d e q u a t e  d i v i d e n d  o n  s t a k e h o l d e r s  i n v e s t m e n t s  i s  n o t  
i m m u n e  t o  m o s t  o f  t h e  p r o b l e m s  e n u m e r a t e d  a b o v e .  L i k e  
m o s t  o t h e r  o r g a n i z a t i o n s  i n  N i g e r i a ,  i t  i s  f a c i n g  c h a l l e n g e s  
t h a t  u n d e r m i n e  i t s  c a p a c i t y  t o  a t t a i n  i t s  m i s s i o n  t h u s  
c a l l i n g  o n  t h e  c o m p a n y  t o  r e i n v e n t  i t s e l f .  T h e  c o m p a n y  
h a s  s o u g h t  s o l u t i o n s  t h r o u g h  i n n o v a t i o n s .  
T h e  o r g a n i z a t i o n  i s  c o m m i t t e d  t o  i n n o v a t e  d i f f e r e n t  
a s p e c t s  o f  i t s  b u s i n e s s ,  i n c l u d i n g  p r o d u c t s ,  p a c k a g i n g ,  
m a r k e t i n g  s t r a t e g y  a n d  t h e  m e t h o d  o f  m a n a g i n g  p e o p l e  a t  
w o r k .  
M A T E R I A L S  A N D  M E T H O D S  
A  d e s c r i p t i v e  s u r v e y  d e s i g n  m e t h o d  w a s  u s e d  i n  
c a r r y i n g  o u t  t h i s  s t u d y .  T h i s  l e d  t o  a  s a m p l e  o f  7 2 0  
e m p l o y e e s  s e l e c t e d  f r o m  t h e  2 0 4 0  m a n a g e m e n t  a n d  
n o n - m a n a g e r i a l  s t a f f  u t i l i z i n g  t h e  s i m p l e  r a n d o m  s a m p l i n g  
t e c h n i q u e .  D a t a  w e r e  c o l l e c t e d  t h r o u g h  s e l f - a d m i n i s t e r e d  
q u e s t i o n n a i r e s .  T o  i d e n t i f y  p o s s i b l e  b a r r i e r s  t o  
i n n o v a t i o n s ,  r e g r e s s i o n  a n a l y s i s  w a s  u s e d  t o  i d e n t i f y  
f a c t o r s  t h a t  w e r e  s i g n i f i c a n t  d e t e r m i n a n t s  o f  a c c e p t a n c e  
o f  o r g a n i z a t i o n a l  c h a n g e  a m o n g  e m p l o y e e s .  T h e  
r e s p o n d e n t s  i n c l u d e d  2 2 0  ( 3 0 . 5 % )  m a n a g e m e n t  s t a f f  a n d  
5 0 0  ( 6 9 . 5 % )  n o n - m a n a g e r i a l  e m p l o y e e s .  
T o  i d e n t i f y  p o s s i b l e  b a r r i e r s  t o  i n n o v a t i o n s ,  t h e  
s t u d y  f o c u s e d  o n  a  b o a r d  r a n g e  o f  f a c t o r s  ( o r  v a r i a b l e s )  
t h a t  h a d  p r e v i o u s l y  b e e n  d e m o n s t r a t e d  t o  i m p a c t  o n  
c h a n g e  a c c e p t a n c e  a m o n g  e m p l o y e e s .  T h e s e  w e r e  
g r o u p e d  i n t o  f o u r  m a j o r  c a t e g o r i e s ,  n a m e l y ,  
c h a r a c t e r i s t i c s  o f  w o r k  e n v i r o n m e n t ,  m a n a g e m e n t  f e a t u r e s  
a n d  p e r s o n a l i t y  t r a i t  o f  t h e  e m p l o y e e s  a n d  a f f e c t i v e  
r e s p o n s e s  o f  e m p l o y e e s .  A  f i f t h  c a t e g o r y  o f  v a r i a b l e  w a s  
u s e d  b y  t h e  s t u d y  a s  c o n t r o l s .  U n d e r  w o r k  e n v i r o n m e n t ,  
t h e  f o l l o w i n g  f a c t o r s  w e r e  a n a l y z e d :  c o m m u n i c a t i o n ,  
j o b  s e c u r i t y ,  p r o m o t i o n a l  o p p o r t u n i t y ,  w o r k  o v e r l o a d ,  
r o l e  c o n f l i c t ,  r e s o u r c e  i n a d e q u a t e  a n d  j o b - s k i l l  m a t c h .  
F o r  m a n a g e m e n t  f e a t u r e s ,  w e  f o c u s e d  o n  p a r t i c i p a t i v e  
m a n a g e m e n t ,  s u p e r v i s o r y  s u p p o r t ,  q u a l i t y  o f  l e a d e r s h i p  
a n d  t r u s t  i n  l e a d e r s h i p .  F o u r  f a c t o r s - s o c i a l  b o l d n e s s ,  
r e c e p t i v i t y ,  e n d u r a n c e  a n d  e n t h u s i a s m  w e r e  a n a l y z e d  a s  
i m p o r t a n t  P e r s o n a l i t y  t r a i t s  o f  e m p l o y e e  t h a t  m a y  i m p a c t  
o n  t h e  a c c e p t a n c e  o f  o r g a n i z a t i o n a l  c h a n g e .  U n d e r  t h e  
A f f e c t i v e  r e s p o n s e s  o f  e m p l o y e e  t o  t h e  j o b  a n d  
o r g a n i z a t i o n  t h r e e  v a r i a b l e s  j o b  s a t i s f a c t i o n s ,  
o r g a n i z a t i o n a l  c o m m i t m e n t  a n d  d e s i r e  t o  l e a v e  w e r e  
e x a m i n e d .  T h e  s t u d y  a l s o  u t i l i z e d  f i v e  v a r i a b l e s  g e n d e r s ,  
a g e ,  e d u c a t i o n ,  c a t e g o r y  o f  s t a f f  a n d  t e n u r e  a s  c o n t r o l s .  
D a t a  a n a l y s i s :  A l l  v a r i a b l e s  w e r e  m e a s u r e d  u t i l i z i n g  a  f o u r  
i t e m s  L i k e r t  t y p e  s c a l e  c o d e d  1 - 4 .  T a b l e  I  s h o w s  t h e  m e a n  
s c o r e s  f o r  a l l  v a r i a b l e s  a n a l y z e d .  O v e r a l l ,  t h e  r e s u l t s  
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revealed that the level of employee acceptance of changes 
taking place at the unilever Nigeria Pic was reasonable. 
Out of a total possible score of four points, the mean 
score for the acceptance of change was 2.28 points with 
a standard deviation of 0.96 points. Turning to the 
determinants of the acceptance of organizational change, 
employees ranged from reasonable to high in all factors 
analyzed; mean scores ranged from 2.67 points (for social 
boldness) to 3.40 points (for enthusiasm). For workplace 
features, employee mean scores ranged from 2.36 points 
(for promotional opportunity) to 3.36 points (for job-skill 
match), whereas mean scores for managerial features 
ranged from 2.58 points (for quality of leadership) to 
2.88 points (for supervisory support). On the other hand, 
scores for employee personality traits ranged from 
2.67 points (for social boldness) to 3.40 points (for 
enthusiasm). Results for employee affective responses 
showed that employees were high in job satisfaction 
(X= 3.07 points) and organizational commitment (X= 3.20 
points), but reasonable in the desire to leave (X= 2.45). 
The estimation of a casual model for acceptance of 
organizational change for all four categories of 
substantive and control variables analyzed jointly are 
shown in Table 2. For every category of variables, 
standardized (b) regression coefficients are reported. 
These indicate the relative influence of each reward on the 
acceptance of organizational change. As evident from 
Table 2, out of 18 substantive variable analyzed seven 
Table I: Mean scores for detenninants of acceptance of change by employees 
of unilever (Nig) Pic 
Variables Mean SD Range 
Personality trait of employee 
Social boldness 2.67 0.90 1-4 
Receptivity 3.10 8.11 1-4 
Endurance 3.32 0.84 1-4 
Enthusiasm 3.40 0.62 1-4 
Work environment 
Communication 2.68 0.96 1-4 
Job security 3.08 0.78 1-4 
Promotional opportunity 2.36 0.97 1-4 
Work overload 2.78 0.85 1-4 
Role conflict 2.83 0.55 1-4 
Resource adequacy 2.64 0.79 1-4 
Job skill match 3.36 0.61 1-4 
Management features 
Participative management 2.83 0.92 1-4 
Supervisory support 2.88 0.61 1-4 
Quality of leadership 2.58 0.87 1-4 
Trust in leadership 2.68 0.80 1-4 
Affective responses of employee 
Job satisfaction 3.07 1.05 1-4 
Organizational commitment 3.20 0.78 1-4 
Desire to leave 2.45 0.96 1-4 
Endogenous variable 
Acceptance of change 2.28 0.96 1-4 
The scores are rated as follows: Low= 1.00-1.59, Reasonable= 1.60-2.79, 
High = 2.80-4.00. Scales of 1.00-4.00 were used in meeting the items, 
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have statistically significant net effects on the acceptance 
of change. The findings indicate that employees who 
experience high level of role conflict in their jobs, 
participate in the making of decisions and policies that 
affect them and their work organization, perceive the 
quality of leadership in the organization to be high and 
have trust in the leadership of the organization are more 
receptive to organizational change. The same is also true 
for employees who are socially bold and receptive to the 
ideas of others even when these stand in opposition to 
their beliefs and values. Similarly, employees who desired 
to leave the unilever Nigeria Pic were less inclined to 
support change relative to their counterparts who planned 
to continue working for the organization. All these 
relationships are in the expected direction. 
The results also showed that out of the five control 
variables incorporated in the model, three had statistically 
significant net effects on the acceptance of organizational 
change by employees. These are employee age, category 
of employee (whether management or non management), 
and tenure. Specifically, older employees, management 
staff and those who had been working at the organization 
for longer periods were shown to be less receptive to the 
changes taking place at the company relative to those 
who are younger, non-management workers and those 
Table 2: Regression results for detenninants of acceptance of change by 
employees ofunilever (Nig) Pic 
Variables 
Personality trait of employee 
Social boldness 
Receptivity 
Endurance 
Enthusiasm 
Work environment 
Communication 
Job security 
Promotional opportunity 
Work overload 
Role conflict 
Resource adequacy 
Job skill match 
Management features 
Participative management 
Supervisory support 
Quality of leadership 
Trust in leadership 
Affective responses of employee 
Job satisfaction 
Organizational commitment 
Desire to leave 
Control variable 
Age 
Gender (male) 
Education 
Management staff 
Tenure 
R'-value 
p-coefficients 
0.149*** 
0.108* 
-0.071 
-0.078 
0.097 
0.077 
0.092 
-0.084 
0.103* 
0.055 
-0.086 
0.100* 
-0.090 
0.139** 
0.130* 
0.040 
0.052 
-0.131** 
-0.114* 
0.068 
0.087 
-0.139** 
-0.94* 
0.316 
Standardized coefficients are reported, *p<0.05, **p<O.O I, ***p<O.OO 
(one tailed tests), Field Survey (2009) 
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w h o  h a d  b e e n  w o r k i n g  f o r  s h o r t e r  p e r i o d s ,  r e s p e c t i v e l y .  
T h e  s u b s t a n t i v e  a n d  c o n t r o l  v a r i a b l e s  e x p l a i n  a b o u t  3 2 %  
o f  t h e  v a r i a n c e  i n  a c c e p t a n c e  o f  c h a n g e .  
R E S U L T S  A N D  D I S C U S S I O N  
T h e  s t u d y  s o u g h t  t o  e x a m i n e  t h e  l e v e l  o f  a c c e p t a n c e  
o f  o r g a n i z a t i o n a l  c h a n g e  a m o n g  e m p l o y e e s  a n d  t o  
i d e n t i f y  f a c t o r s  t h a t  m a y  i m p e d e  t h e  e f f e c t i v e  
i m p l e m e n t a t i o n  o f  c h a n g e  i n  b u s i n e s s  e n t e r p r i s e s  u t i l i z i n g  
t h e  u n i l e v e r  N i g e r i a  P i c  a  m a n u f a c t u r i n g  c o m p a n y  a s  a  
c a s e  s t u d y .  I n  d o i n g  s o ,  w e  w e r e  g u i d e d  b y  t h e  a r g u m e n t  
t h a t  f o r  m a n u f a c t u r i n g  c o m p a n y  t o  w e a t h e r  t h e  c h a l l e n g e s  
f a c i n g  t h e m  t o d a y ,  t h e y  m u s t  r e t h i n k  t h e  w a y  t h e y  
c o n d u c t  b u s i n e s s .  T h i s  r e q u i r e s  t h e m  t o  e m b r a c e  c h a n g e  
a n d  m o s t  i m p o r t a n t l y ,  t o  e n s u r e  t h a t  t h e  c h a n g e  
p r o c e s s  i s  i m p l e m e n t e d  s u c c e s s f u l l y .  F o r  t h i s  t o  o c c u r ,  
e m p l o y e e  b u y  i n  a n d  h e n c e  s u p p o r t  o f  a n d  c o m m i t m e n t  t o  
c h a n g e  i s  i m p e r a t i v e .  F o r  i n s t a n c e ,  i f  t h e  u n i l e v e r  N i g e r i a  
P i c  i s  t o  a t t a i n  i t s  v i s i o n  o f  b e i n g  a  l e a d i n g  o r g a n i z a t i o n  i n  
N i g e r i a ,  t h e  c h a n g e s  ( o r  i n n o v a t i o n s )  d e s i g n e d  t o  s t e e r  
t h e  c o m p a n y  i n  t h a t  d i r e c t i o n  m u s t  b e  a c c e p t a b l e  t o  a l l  
s t a k e h o l d e r s  a s  w e l l  a s  i m p l e m e n t e d  t o  t h e  l e t t e r .  
H o w e v e r ,  t h e  s u c c e s s f u l  i m p l e m e n t a t i o n  o f  c h a n g e  a n d  
o t h e r  t r a n s f o r m a t i o n s  a t  t h e  u n i l e v e r  N i g e r i a  P i c  i s  a  
f u n c t i o n  o f  t h e  l e v e l  o f  o w n e r s h i p  o f  i d e n t i f i c a t i o n  w i t h  
a n d  s u p p o r t  f o r  t h a t  c h a n g e  b y  t h e  t w o  u m b r e l l a  
c a t e g o r i e s  o f  h u m a n  r e s o u r c e s ,  n a m e l y  m a n a g e m e n t / n o n -
m a n a g e m e n t  s t a f f .  T h e i r  c o m m i t m e n t  t o  a n d  a  w i l l i n g n e s s  
t o  c h a m p i o n  t h e  i m p l e m e n t a t i o n  t o  c h a n g e  i s  a  n e c e s s a r y  
p r e c o n d i t i o n  f o r  t h e  t r a n s f o r m a t i o n  o f  t h e  c o m p a n y .  
O v e r a l l ,  t h e  s t u d y  f o u n d  t h a t  e m p l o y e e s  a t  t h e  
u n i l e v e r  N i g e r i a  P i c  h a v e  a  p o s i t i v e  a t t i t u d e  t o w a r d s  
c h a n g e .  T h e  m e a n  a c c e p t a n c e  o f  c h a n g e  f o r  a l l  
r e s p o n d e n t s  w a s  r e a s o n a b l e .  T h e s e  f i n d i n g s  s u g g e s t  t h a t  
c h a n g e  m a n a g e r s  a t  t h e  u n i l e v e r  N i g e r i a  P i c  h a v e  t h e  
o p p o r t u n i t y  t o  r a l l y  e m p l o y e e s  t o  s u p p o r t  i n n o v a t i o n s  
w h e n e v e r ,  t h e s e  b e c o m e  n e c e s s a r y  f o r  t h e  o r g a n i z a t i o n s  
e f f e c t i v e  d e l i v e r y  o f  i t s  m a n d a t e s .  T h e  f i n d i n g s  a l s o  i m p l y  
t h a t  s i n c e  e m p l o y e e s  a t  t h e  o r g a n i z a t i o n ,  i n  g e n e r a l ,  a r e  
l i k e l y  t o  e v a l u a t e  c h a n g e  p o s i t i v e l y ,  t h e y  a r e  n o t  o p p o s e d  
t o  i t  f o r  o p p o s i t i o n ' s  s a k e .  P u t  d i f f e r e n t l y ,  t h e y  a r e  l i k e l y  
t o  e m b r a c e  c h a n g e  a n d  w i l l  r e s i s t  i t  o n l y  i f  i t  r a i s e s  c e r t a i n  
l e g i t i m a t e  c o n c e r n s  a m o n g  t h e m .  T h i s  i s  c o n s i s t e n t  w i t h  
t h e  v i e w s  e x p r e s s e d  i n  t h e  e x i s t i n g  t h e o r e t i c a l  a n d  
e m p i r i c a l  l i t e r a t u r e  ( B a t e m a n  a n d  Z e i t h a m l ,  1 9 9 0 )  t h a t  
n e g a t i v e  e v a l u a t i o n  o f  a n d  r e s i s t a n c e  t o  c h a n g e  m a y  b e  
a  p o i n t e r  t o  a  l e g i t i m a t e  c o n c e r n  a m o n g  e m p l o y e e s .  
W i t h  r e f e r e n c e  t o  t h e  v a r i o u s  c a t e g o r i e s  o f  
d e t e r m i n a n t s  o f  a c c e p t a n c e  o f  c h a n g e  a n a l y z e d  i n  t h i s  
s t u d y ,  r e s u l t s  s h o w e d  t h a t  c h a r a c t e r i s t i c s  o f  w o r k  
e n v i r o n m e n t  d o  n o t  c o n s t i t u t e  p o t e n t i a l  b a r r i e r s  t o  t h e  
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a d o p t i o n  o f  i n n o v a t i o n s  b y  e m p l o y e e s .  O u t  o f  s e v e n  
v a r i a b l e s  a n a l y z e d  f o r  t h i s  c a t e g o r y ,  o n l y  o n e - r o l e  
c o n f l i c t - e m e r g e d  a s  a  s i g n i f i c a n t  d e t e r m i n a n t  o f  t h e  
a c c e p t a n c e  o f  c h a n g e .  O n  t h e  c o n t r a r y ,  t h e  s t u d y  
u n d e r l i n e d  t h e  i m p o r t a n c e  o f  m a n a g e m e n t  f e a t u r e s  a n d  
e m p l o y e e  p e r s o n a l i t y  t r a i t s  a s  p o t e n t i a l  b a r r i e r s  t o  
e m p l o y e e  a c c e p t a n c e  o f  c h a n g e  ( o r  s u p p o r t  f o r  
i n n o v a t i o n ) .  T h r e e  o u t  o f  f o u r  m a n a g e r i a l  f a c t o r s  a n d  t w o  
o f  f o u r  e m p l o y e e  p e r s o n a l i t y  t r a i t s  a n a l y z e d  w e r e  
s i g n i f i c a n t  d e t e r m i n a n t s  o f  e m p l o y e e  a c c e p t a n c e  o f  
c h a n g e .  G e n e r a l l y  s p e a k i n g ,  t h e s e  f i n d i n g s  a r e  c o n s i s t e n t  
w i t h  t h e  e x i s t i n g  l i t e r a t u r e ,  w h i c h  s h o w s  t h a t  i n d i v i d u a l s  
m a y  r e s i s t  c h a n g e  o r  i n n o v a t i o n s  b e c a u s e  o f  u n c e r t a i n t y ,  
g e n e r a l  m i s t r u s t ,  p e e r  p r e s s u r e ,  p e r s o n a l i t y  c o n f l i c t  a n d  
d i f f e r i n g  p e r c e p t i o n s  ( B a t e m a n  a n d  Z e i t h a m l ,  1 9 9 0 ) .  I n  
p a r t i c u l a r ,  t h a t  p a r t i c i p a t i v e  m a n a g e m e n t  ( o r  
c o n s u l t a t i o n ) ,  q u a l i t y  m a n a g e m e n t  a n d  t r u s t  i n  
m a n a g e m e n t  e m e r g e d  a s  i m p o r t a n t  d e t e r m i n a n t s  o f  
a c c e p t a n c e  o f  o r g a n i z a t i o n a l  c h a n g e  p r o c e s s  a n d  i n  
m a k i n g  i t  b o t h  l e g i t i m a t e  a n d  a c c e p t a b l e  a m o n g  
e m p l o y e e s  a t  t h e  u n i l e v e r  N i g e r i a  P i c .  T h i s  s u g g e s t s  t h a t  
i n n o v a t i o n s  i n i t i a t e d  b y  m a n a g e m e n t  a l o n e  o r  i m p o s e d  b y  
f o r c e s  e x t e r n a l  t o  t h e  u n i l e v e r  N i g e r i a  P i c  a r e  l e s s  l i k e l y  t o  
b e  s u p p o r t e d  b y  e m p l o y e e s  c o m p a r e d  t o  t h o s e  r e s u l t i n g  
f r o m  a d e q u a t e  c o n s u l t a t i o n  b e t w e e n  m a n a g e m e n t  a n d  a l l  
c a d r e s  o f  s t a f f .  
T h e  m a j o r  o b j e c t i v e  o f  t h i s  s t u d y  w a s  t o  d r a w  
l e s s o n s  f r o m  t h e  m a n a g e m e n t  o f  c h a n g e  a t  t h e  u n i l e v e r  
N i g e r i a  P i c  t h a t  c a n  b e  i m p l i e d  t o  c o g n a t e  c o m p a n i e s  i n  
N i g e r i a .  T h e  f i r s t  l e s s o n  t h a t  c a n  b e  d r a w n  f r o m  t h i s  s t u d y  
i s  t h a t  t h e  c o r p o r a t i s t  m o d e l  i m p l i e d  a b o v e  d o e s  n o t  
a p p e a r  t o  s i t  v e r y  w e l l  w i t h  m a n a g e m e n t  s t a f f .  A s  s u c h ,  i t  
i s  h u r t i n g  t h e  i m p l e m e n t a t i o n  o f  n e c e s s a r y  c h a n g e  a t  t h e  
o r g a n i z a t i o n .  T h i s  c a n  b e  e x t r a p o l a t e d  t o  a l l  
m a n u f a c t u r i n g  c o m p a n i e s  a s  a l l  o f  t h e m  f a c e  s i m i l a r  
c h a l l e n g e s  a c r o s s  t h e  n a t i o n  ( T h e  P u n c h  E d i t o r i a l ,  2 0 0 9 ) .  
H u m a n  r e s o u r c e ' s  r o l e  i n  c h a n g e  m a n a g e m e n t :  H u m a n  
R e s o u r c e  m a n a g e r s  h a v e  s i g n i f i c a n t  r o l e  t o  p l a y  i n  a n y  
c h a n g e  m a n a g e m e n t  p r o c e s s .  A t  p r e s e n t ,  H u m a n  
R e s o u r c e  p r o f e s s i o n a l s  a r e  n o t  a l w a y s  s e e n  a s  h a v i n g  t h e  
a p p r o p r i a t e  s k i l l s  t o  l e a d  o n  c h a n g e  m a n a g e m e n t  
i n i t i a t i v e s  a n d  a r e  t h e r e f o r e ,  n o t  a c t i v e l y  i n c l u d e d  w i t h i n  
t h e  c h a n g e  p r o c e s s .  H o w e v e r ,  m a n y  o f  t h e  i s s u e s  t h a t  a r e  
i d e n t i f i e d  c o n c e r n  t h e  p e o p l e  a s p e c t  o f  c h a n g e .  H u m a n  
R e s o u r c e  w o u l d  t h e r e f o r e ,  a p p e a r  t o  b e  i d e a l l y  p l a c e d  t o  
e n s u r e  s u c h  i s s u e s  a r e  a p p r o p r i a t e l y  a n d  e f f e c t i v e l y  
a d d r e s s e d .  
T o  a c h i e v e  t h i s  o b j e c t i v e ,  h u m a n  r e s o u r c e  w i l l  n e e d  
t o  e n s u r e  i t  h a s  t h e  s k i l l s  a n d  c r e d i b i l i t y  w i t h i n  t h e  
o r g a n i z a t i o n  t o  a c t  a s  c h a m p i o n s  o f  c h a n g e  n o w  a n d  i n  
f u t u r ,  F a j a n a  ( 2 0 0 2 ) .  H u m a n  r e s o u r c e  p r a c t i t i o n e r s  c a n  
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reduce excessive tension ansmg from discovery of 
change initiative by providing the news on change in a 
timely and credible manner (Johnston, 2009). 
CONCLUSION 
Based on the results of this study, it may be 
concluded that despite the existence of the potential for 
employees to rally around change at the unilever Nigeria 
Pic management action is needed to boost the levels of 
acceptance of change among all cadres of employees. The 
reasonable score in the acceptance of organizational 
change realized by this study must be improved if most 
innovations are to succeed and produce the desire effect 
of making the unilever Nigeria Pic a leading organization 
in Nigeria. For management to strengthen the acceptance 
of change among its employees it must rethink its 
approach to the change process. One may applaud 
management's recognition that change is imperative in an 
increasingly globalized world characterized by greater 
competition in most spheres, including manufacturing 
industry. But at the same time, one cannot lose sight of 
the dire need to involve all stakeholders in the change 
process. Specifically, management must adopt a more 
part1c1pative approach that guarantees that all 
stakeholders are involved right from the decision-making 
stage to the implementation and administration of the 
change process. This way it will win the support of all 
those who are likely to be affected by the change and 
ensure that employees own the change processes, defend 
it and guard against its failure. Furthermore, greater 
participation in the change process is likely to eliminate 
the fear, cynicism and aloofness that have characterized 
21 
management staff in particular. Effective leadership 
engendered by management is a key enabler as it provides 
the vision and the rationales for change. 
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